studies is determine whether, in fact, the service motivation construct is distinct from similar constructs (e.g., social interests and community service activity) and to what extent levels of service motivation positively relate to healthy vocational outcomes.
Most empirical research on individuals performing socially just activities or having socially just attitudes has been completed in social psychology, college student development, and industrial/organizational psychology. Generally, this extant research falls into three areas: (a) research exploring the effect of performing altruistic activities on well-being outcomes, (b) research exploring the effect of engaging in service learning activities on well-being and vocational outcomes, and (c) research exploring the effect of having a prosocial work motivation on work-related outcomes, such as satisfaction and productivity. In the following sections, these literatures will be reviewed briefly.
Performing Altruistic Activities
Research on the positive effects of altruistic activities is often housed within a eudaimonic theory of well-being, where life satisfaction is believed to result from (a) self-acceptance, (b) positive relationships with others, (c) personal growth, (d) purpose in life, (e) environmental mastery, and (f) autonomy (Ryff, 1989) . In contrast, a hedonic approach to well-being focuses on the search for pleasure and comfort. It is proposed that one route to achieve growth and purpose is to be concerned not only for one's own personal welfare but also the welfare of others (Ryff, 1989) . Most research linking altruistic activities and well-being has been completed within the volunteerism literature. The positive relationships between mental health and volunteerism have included higher life satisfaction and fewer symptoms of depression, somatization, and anxiety (Hunter & Linn, 1981) ; lower functional dependency and higher self-rated health (Morrow-Howell, Hinterlong, Rozario, & Tang, 2003) ; and higher positive affect, self-esteem, and morale (Midlarsky & Kahana, 1994) .
Recent research by Steger, Kashdan, and Oishi (2008) brought attention to the need to explore the types of activities and behaviors that help people achieve enduring eudaimonic well-being or psychological well-being, possibly including ''doing good'' for others throughout one's life. To explore this question empirically, Steger et al. implemented a daily diary methods study using a behavioral checklist to record frequency of engagement in specified eudaimonic and hedonic activities. The eudaimonic activities included ''volunteered my time'' and ''wrote out my goals for the future'' whereas the hedonic activities included ''had sex with someone I did not love'' and ''went to a big party.'' Many of the eudaimonic activities held a collectivist orientation, thereby exemplifying the assumption that most eudaimonic behaviors and activities involve regard for others . The study revealed that higher frequencies of eudaimonic activities were related to higher levels of life satisfaction, meaning in life, and positive affect . In sum, this line of research suggests that eudaimonic activities, such as serving others, are linked to both physical and mental health outcomes, including self-esteem, life meaning, and life satisfaction.
Service Learning Activities
Another related set of research on service learning has been completed mainly by scholars in college student development. In contrast to volunteerism's focus on serving others, service learning is proposed to benefit both the giver as well as the receiver of the altruistic activities by allowing service learners to learn from the practical application of the theoretical concepts presented in an academic setting. As a form of altruism that fuses academic and volunteer activities, service learning represents a method for helping students systematically explore their social values and for encouraging prosocial acts that may affect students' lives in a significant way (Ferrari & Jason, 1996) .
Many studies have discovered positive academic outcomes associated with service learning activities, including improved ability to analyze and apply course concepts (Litke, 2002) , enhanced critical thinking skills (Callister & Hobbins-Garbett, 2000; Sedlak, Doheny, Panthofer, & Anaya, 2003) , hope about one's academic performance (Ryder, 2006) , and higher scores on essay assignments (Mpofu, 2005; Wurr, 2002) . A national longitudinal study of over 20,000 undergraduates at over 150 academic institutions reported that service learning students held higher grade point averages and greater writing skills than nonservice learning students (Vogelgesang & Astin, 2000) . Furthermore, research has reported positive effects on the interpersonal (Moely, McFarland, Miron, Mercer, & Illustre, 2002 ), personal (D'Braunstein & Ebersole, 1992 , social, civic, (Billing, 2000) , and moral (Ehrlich, 1997) development of students involved in service. More specifically, these effects have included enhanced leadership skills, problem-solving skills, and social justice attitudes (Moely et al., 2002; Warren, 1998) . In the realm of personal development, the positive effects of service learning have included increased self-efficacy and self-knowledge (Eyler & Giles, 1999) as well as improved vocational development (Payne, 2000; Simons & Cleary, 2006) .
Finally, several studies have examined career-related outcomes for students engaged in service learning activities. Primavera (1999) used a mixed methods study of 112 college students who volunteered in an urban Head Start program, finding that volunteers reported positive outcomes in the areas of personal growth, self-knowledge, self-esteem, personal efficacy, and social awareness. Forty-four percent of the students revealed that their volunteerism helped them choose or prepare for their career, and 100% stated that they would continue to volunteer in the future for the altruistic reasons of wanting to help others and for the nonaltruistic motives of self-esteem, achievement, and self-satisfaction from engaging in meaningful activities. In an exploratory methods design research study, Simons and Cleary (2006) found that over 80% of service learners reported career development progress as a result of their altruistic activities, with the career benefits applying to the personal, social, emotional, cognitive, and multicultural domains. In addition, students engaged in service learning also have been shown to have more advanced career-related skills and goals, including interviewing skills, ability to plan activities, and intent to pursue graduate studies than nonservice learners (Yamauchi, Billig, Meyer, & Hofschire, 2006) .
In sum, these studies point to a link between engaging in service learning activities and career and well-being outcomes. Those students who participate in service learning show higher levels of academic and career self-efficacy, hope in their academic future, self-knowledge, and self-esteem. However, research in the domains of volunteerism and service learning typically assesses the effect of here and now activities on psychological outcomes and does little to attend to individuals' future orientation with regard to their career plans. Measuring and relating the future motivation individuals have to serve others to career outcomes is the primary purpose of the current study.
Prosocial Work Motivation
In industrial/organizational psychology, researchers have been more interested in exploring how prosocial work motivation relates to eudaimonic well-being in the context of one's work environment. Described as either a momentary psychological state or as a disposition, ''prosocial motivation is defined as a momentary allocentric state in which employees are focused on making a positive difference in other people's lives'' (Grant, 2007, p. 47) . Many people within the workforce describe wanting to promote the welfare of others (Meglino & Korsgaard, 2004; Schwartz & Bardi, 2001) . As the embodiment of these prosocial values, prosocial work motivation implements a eudaimonic outlook, and therefore relies on the anticipation of finding meaning and purpose in one's work as a motivating force (Gagne, 2003 (Gagne, , 2008a . Prosocial work motivation is one way people find meaning in their work through positively affecting other people's lives (Colby, Sippola, & Phelps, 2001; Ruiz-Quintanilla & England, 1996) .
Prosocial work motivation has been linked to higher levels of persistence, satisfaction, performance, and productivity in tasks and jobs (Grant, 2008a) . Additionally, individuals with a prosocial work orientation view their work-related tasks as having greater significance and social benefit (Grant, 2008b) . Although Grant and others are conducting research to expand knowledge about prosocial motivation within the current workforce (e.g. Gagne, 2003; Korsgaard, Meglino, & Lester, 1997) , there is a lack of research that addresses the nature of prosocial motivation for people prior to their entrance into the workforce. Some research has shown that college students who report that they are working toward goals devoted to creating a sense of meaning in their future work have been found to have higher levels of life meaning, career decision self-efficacy, and intrinsic work motivation (Dik, Sargent, & Steger, 2008) and college students with high levels of life meaning have described greater confidence in their future work (Tryon & Radzin, 1972 ). Yet, this population's experiences of specifically viewing work as a way to serve others has not been explored.
The Current Study
Building on these three sets of literature, the current study seeks to empirically study the motivation to serve others, a construct that has received very little research. We propose that service motivation may represent one component of a eudaimonic lifestyle and in turn may be related to healthy vocational development. In Study 1, we seek to develop a reliable and valid instrument to assess service motivation. Here, we use factor analysis to construct a final scale and compare scale scores to other constructs to determine convergent (e.g., social career interests) and divergent validity (e.g., materialism). Specially, we examine whether the construct is conceptually distinct from interest in pursuing social type careers (social career interests), a general, non-career-related motivation to help others (helping motivation), and current engagement in service-related activities (community service). In Study 2, we examine the relation of service motivation to vocational development. Based on the associations between prosocial work motivation and positive workplace outcomes, and between service activities and positive career progress, we hypothesize that students with higher levels of service motivation will report more positive vocational outcomes as measured by career decision self-efficacy, career indecision, career optimism, and career adaptability. These constructs were chosen based on previous research from the service leaning literatures (e.g., Payne, 2000; Ryder, 2006; Simons & Cleary, 2006; Yamauchi et al., 2006) .
Study 1 Method Participants
Two hundred and twenty-five undergraduate students at a large, public, Mid-Atlantic university completed this survey. One hundred and sixty-four (73%) of the participants were female and 60 (27%) were male. Ages ranged from 18 to 32, with a mean of 20.5 (SD ¼ 1.80). One hundred and fifty-eight (70%) of the participants were White, 30 (13%) were Asian American, 15 (7%) were African American, 10 (4%) were Latino/Latina, 2 (1%) were Native Hawaiian/Pacific Islander, and 5% did not report their race/ethnicity. In comparison to the general student population at this university, there was an overrepresentation of women and a slight overrepresentation of White students. Announcements about the survey were made in 12 undergraduate courses with a total of approximately 500 students, making the approximate overall response rate of usable surveys 45%.
Measures
Service motivation. This construct was measured by a 12-item author-developed instrument. In building this instrument, we used the conceptual definition of ''the desire to serve others through one's future career'' to develop our items for the service motivation construct. First, we examined instruments from the prosocial work motivation and altruistic work values literature assessing related constructs and created new items that were (a) targeted specifically for college student populations and (b) oriented around thoughts of one's future career. Example items include ''I think it is important to use my career to serve others'' and ''I will use any career I pursue to serve the greater community.'' This resulted in an initial pool of 20 items. Next, these items were reviewed by expert reviewers who were chosen based on their research experience in vocational psychology and college student development. Reviewers were instructed to rate items in terms of their fit with the definition of service motivation and provide suggestions on item wording. Based on the feedback, 12 items were selected and used in the current study. Participants were asked to answer these items on a 5-point Likert-type scale ranging from strongly disagree to strongly agree.
Materialism. The degree to which participants favored obtaining material possessions was measured by the Materialism Scale of Richins and Dawson (1992) . This scale, which was developed with college student and consumer populations, consists of 18 items with three subscales: Success, Centrality, and Happiness. Example items include ''I like to own things that impress people'' (Success), ''Buying things gives me a lot of pleasure'' (Centrality), and ''My life would be better if I owned certain things I don't have'' (Happiness). In the current study, participants were asked to respond to each item on a 5-point Likert-type scale ranging from strongly disagree to strongly agree. Richins and Dawson found the internal consistency reliability for the entire scale to range from .80 to .88, and since its publication dozens of studies have used this scale in linking materialism to well-being and consumer behaviors (e.g., Christopher, Marek, & Carroll, 2004; Kashdan & Breen, 2007; Van Boven, 2005 ). For the current study, the estimated internal consistency reliability of the entire scale was .84.
Meaning in life.
Participants' presence of, or search for, life meaning was measured by the Meaning in Life Questionnaire (MLQ; Steger, Frazier, Oishi, & Kaler, 2006) . The survey consists of two 5-item subscales measuring the presence of life meaning and the search for life meaning. Example items are ''My life has a clear sense of purpose'' (Presence) and ''I am seeking a purpose or mission in life'' (Search). Participants were asked to respond to each item on a 7-point Likert-type scale ranging from absolutely untrue to absolutely true. Steger et al. (2006) found scores from the life meaning subscale of the MLQ to correlate positively with religiosity (r ¼ .30), extraversion (r ¼ .28), agreeableness (r ¼ .23), and life satisfaction (r ¼ .46) and to correlate negatively with depression (r ¼ À.48). The authors also found scores from the Search for Meaning subscale to correlate positively with depression (r ¼ .36), sadness (r ¼ .26), and fear (r ¼ .25). Finally, Steger et al. found each subscale to have adequate internal consistency reliabilities, ranging from .81 to .86. For the current study, the Presence of and Search for Meaning subscales were found to have strong internal consistency reliability estimates, .89 and .90, respectively.
Life satisfaction. The degree to which participants find their life satisfying was measured by the 5-item Satisfaction with Life Scale (SWLS; Diener, Emmons, Larsen, & Griffin, 1985) . Participants answered each item on a 7-point Likert-type scale ranging from strongly disagree to strongly agree, with sample items including, ''In most ways my life is close to my ideal'' and ''I am satisfied with my life.' ' Pavot and Diener (1993) reviewed studies that had used the SWLS and found it to correlate strongly with other indicators of satisfaction and have adequate internal consistency reliability. For the current study, the estimated internal consistency reliability was .90.
Helping motivation. The motivation to help others in general was measured by the Helping Motivation subscale of the Helping Disposition Scale (Severy, 1975) . Originally developed with a sample Journal of Career Assessment 18 (3) of college students, the 13 items on this scale were responded to using a 5-point Likert-type scale ranging from strongly disagree to strongly agree, with sample items including, ''I am usually very motivated to help my friends with their tasks'' and ''If a person is having trouble, he or she should be helped.'' In the instrument development study, Severy (1975) found this subscale to have an adequate internal consistency reliability of .84 and to be correlated strongly with previous measures assessing the need to help others. For the current study, this scale was found to have an estimated internal consistency reliability of .84.
Social interests. The degree to which participants had social career interests was assessed by the 7-item Social subscale of a 42-item interest measure developed by Lent, Brown, Nota, and Soresi (2003) . This scale presented participants with seven jobs from each of the 6 RIASEC (Realistic, Investigative, Artistic, Social, Enterprising, Conventional) themes and participants were asked to rate each job on a 9-point scale from strongly dislike to strongly like. The seven jobs presented for the social domain were marriage counselor, social science teacher, sociologist, high school teacher, juvenile delinquency expert, youth camp director, and social worker. Lent et al. used this 42-item measure and found strong internal consistency for all six RIASEC themes ranging from .80 to .94. The current study also found a strong estimated internal consistency reliability of .87 for the Social subscale.
Community service activity. Participants were asked to describe how frequently they currently complete community service activities on the following 6-point scale: At least once a week, 1-3 times a month, 7-11 times a year, 2-6 times a year, 1-2 times a year, and never.
Procedure
Participants were recruited from undergraduate psychology courses to complete this survey for extra credit. Announcements were made during class informing students that the survey related to their relationships, career, and general experiences in college and would take approximately 30-45 min to complete. After this announcement, students were given flyers directing them to the online survey. Students who chose to participate first completed an informed consent form and, if consent was given, were directed to the survey. Shortly after completion, their appropriate class instructors received e-mail confirmation of the students' participation.
Results
The wording of all 12 items as well as their means and standard deviations are displayed in Table 1 . A principal axis factoring (PAF) technique was used with oblique, direct obliminin rotation to assess the loading of these 12 items from the newly developed service motivation scale. The results suggested that 52% of the variance could be attributed to one factor, and only 9% of variance could be contributed to a second factor. Examination of the scree plot indicated the first factor had an eigenvalue of 6.2 whereas the second factor had an eigenvalue of only 1.04. This suggested that these items were in fact measuring one factor as hypothesized. Next, a similar factor analysis was conducted using PAF with the same data set, except in this case it was constrained to only one factor. Because we were interested in only capturing one factor, and as items were not confounded by items from other constructs, it was decided to eliminate the 6 items from the first factor analysis which did not meet the .60 loading threshold. The remaining 6 items contributed 64% of the variance in the service motivation construct. Additionally, examination of the scree plot revealed no other factors besides the first having higher than a .59 eigenvalue.
These final 6 items were as follows: ''I will use my career to help others,'' ''I will use my career to transform other people's lives,'' ''I think it is important to use my career to serve others,'' ''I will use any career I pursue to serve the greater community,'' ''The needs of society have no effect on my career choice'' (reverse scored), and ''I do not think it is important to use my career to serve the greater community'' (reverse scored). In comparing the deleted items to the items in the final scale (see Table 1 ), Items 8 and 10 may have been addressing a career calling, which has been hypothesized to be distinct from a motivation to serve others . Similarly, Items 9 and 12 may have been assessing tasks individuals would do outside of their career, and thus did not load as highly on the service motivation construct. The estimated Cronbach's internal consistency reliability of the final six-item scale was .89. The same group of participants was given the service motivation scale 2 weeks later, and the scale was found to have a strong 2-week test-retest reliability of .85. Means and standard deviations were computed for scores from each instrument as shown in Table 2 . Scores on the service motivation scale ranged from 7 to 30, with a mean score of 22.95 (SD ¼ 4.03), suggesting that students in this sample were more likely than not to display a motivation to serve others through their careers. This scale was also found to be normally distributed according to indicators of skewness (À.26) and kurtosis (À.12). Correlational analyses were conducted to explore the relationship of service motivation to related constructs to determine construct validity. As also seen in Table 2 , service motivation moderately to strongly correlated with general helping motivation, social career interests, community service activity, and materialism. Service motivation also was found to moderately correlate with life meaning and weakly correlate with life satisfaction and the search for life meaning.
Discussion
The results of this study point to the validity of the service motivation instrument as it relates to similar constructs. The scale was found to have strong internal consistency reliability, strong test-retest reliability, and demonstrate construct validity. Namely, those with higher service motivation scores were more likely to volunteer in their community and to exhibit a motivation to help others in general. Presumably, those considering a career dedicated to serving others have had prior experience placing value on others' needs, perhaps even over and above their own desires. Additionally, the moderate relation of service motivation and social career interests indicates that perhaps many of the careers that individuals with higher levels of service motivation hope to pursue are in the social domain. This fits with Holland (1997) , who notes that helping others is a critical component of this work type. Finally, in line with findings from Kashdan and Breen (2007) , the moderate, negative relation of service motivation to materialism implies that those who intend to give to others as part of their career paths may not find much pleasure, happiness, and value in accumulating material things. Service motivation was also positively linked to life meaning and life satisfaction. These results provide further support for previous reports that have found that people who are committed to a significant cause have higher levels of life meaning and that people who believe their lives have meaning have greater life satisfaction (Steger, 2009; Steger et al., 2008) . However, the strength of these relations indicates that service motivation remains a distinct construct from well-established wellbeing instruments. In sum, these findings indicate that service motivation correlates in an expected fashion with similar variables but also represent a unique construct. The final 6-item service motivation scale will be used in Study 2 to explore the relations of this construct to vocational outcomes.
Study 2 Method Participants
A new sample of 265 undergraduate students at a large, public, Mid-Atlantic university completed this questionnaire for Study 2. One hundred and fifty (56%) of the participants were female and 115 (43%) were male. Ages ranged from 18 to 32, with a mean of 20.43 (SD ¼ 1.56). One hundred and eighty-two (68%) of the participants were White, 36 (14%) were Asian American, 16 (6%) were African American, 9 (3%) were Latino/Latina, 2 (1%) were Native Hawaiian/Pacific Islander, 1 was American Indian, and 7% did not report their race/ethnicity. In comparison to the general student population at this university, the participants were slightly overrepresented by females and had relatively equal representation of racial groups. Announcements were made to students in eight different psychology courses with approximately 500 total students, as well as posted on the undergraduate psychology experiment Web page to recruit male students. The approximate response rate for this questionnaire was 53%.
Measures
Service motivation. The 6-item, author-developed measure of service motivation was again used in this study, and an estimated internal consistency of .88 was obtained. 
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Career decision self-efficacy. The Career Decision Self-Efficacy-Short Form (CDSE-SF) was used to measure the degree to which an individual believes he or she can successfully complete tasks that are necessary in making career decisions (Betz, Klein, & Taylor, 1996) . Participants were asked to respond to items on a 10-point Likert-type scale ranging from no confidence at all to complete confidence. Betz et al. (1996) found that the CDSE-SF total scale produced an internal reliability estimate of .94 and related strongly with measures of career choice certainty, indecision, and vocational identity. For the current study, an estimated internal consistency reliability of .95 was obtained.
Career indecision. The 16-item subscale of the Career Decision Scale (CDS) was used to measure career indecision (Osipow, Carney, & Barak, 1976) . Career indecision refers to the degree to which participants have decided on a specific career path. Respondents answer each item on a 4-point Likert-type scale ranging from not at all like me to exactly like me, and higher scores on this scale correspond with higher levels of indecision. Career indecision has been found to negatively correlate with CDSE and positively correlate with neuroticism, career choice anxiety, and the need for selfknowledge (Blustein, Walbridge, & Friedlander, 1991; Tokar, Withrow, & Hall, 2003) . Osipow et al. (1976) found 2-week test-retest reliabilities ranging from .82 to .90. For the current study, an estimated internal consistency reliability of .92 was obtained.
Career adaptability and optimism. The Career Futures Inventory (CFI; Rottinghaus, Day, & Borgen, 2005) was used to measure career adaptability and optimism. Adaptability and Optimism are each 11-item subscales within the CFI, and Adaptability refers to the ability to cope with and capitalize on changes in the world of work whereas Optimism refers to a positive disposition about one's future career development (Rottinghaus et al., 2005) . Each item on the two subscales is measured on 5-point Likert-type scale ranging from strongly disagree to strongly agree. Example items include ''I can adapt to change in the world of work'' (Adaptability) and ''Thinking about my career inspires me'' (Optimism). In their instrument development study, Rottinghaus et al. (2005) found both Adaptability and Optimism to relate positively with extraversion, conscientiousness, positive affect, and skills confidence. The subscales also were found to have strong reliability (.85-.87) and correlate with each other at the .48 level. For the current study, the Adaptability scale had an estimated internal consistency reliability of .88 and the Optimism scale had an estimated internal consistency reliability of .91, and correlated with each other at the .55 level.
Procedure
Similar to Study 1, participants were recruited from undergraduate psychology courses to complete this questionnaire for extra credit. First, announcements were made during a variety of undergraduate psychology classes informing students that the content of the survey related to their career development and experiences in college. After this announcement, students were given flyers directing them to an online survey. Second, an online posting was made on the Psychology Department experiment Web page, specifically asking for male participants to complete the study as the majority of participants recruited in the classes were female. All of the students who choose to participate initially completed an informed consent form and, if consent was given, were then directed to the survey itself. Shortly after completion, their class instructors received e-mail confirmation of the students' participation.
Results
First, means and standard deviations were computed for scores from each instrument used. Scores on the service motivation scale ranged from 7 to 30, with a mean score of 23.30 (SD ¼ 4.49), suggesting Journal of Career Assessment 18(3) that this sample was also more likely than not to endorse a motivation to serve others through their careers. However, the scale was found to be normally distributed according to indicators of skewness (À.61) and kurtosis (.42). Second, correlational analyses were conducted to explore the relation of service motivation to the four career development constructs assessed in this study. As seen in Table 3 , service motivation was found to weakly to moderately correlate with CDSE, career adaptability, career optimism, and career indecision. Third, a post hoc hierarchical regression analysis was conducted to explore whether career optimism mediates the relation of service motivation and career indecision. This was completed based on the moderate correlation found between optimism and service motivation and the strong correlation found between optimism and indecision. Baron and Kenny (1986) , and later Frazier, Tix, and Barron (2004) , suggested that to test a mediator hypothesis, one must show that the predictor (service motivation) is correlated with the criterion variable (career indecision), the predictor is correlated with the mediator (career optimism), the mediator is correlated to the criterion, and that after the mediator effect is controlled for, the relation of the predictor to the criterion variable is significantly lower. Through assessing the path coefficients, each of the first three criteria were met as service motivation significantly predicted career indecision and career optimism, and career optimism significantly predicted career indecision (Table 4 ). The fourth criterion of Frazier et al. was also met as after including career optimism in the regression equation, the relation of service motivation and career indecision becomes insignificant (Table 4) .
This was supported through the use of the Sobel (1982) test that showed the drop to be significant (6.29, p < .001). Results indicated that 96% of the effect of service motivation on career indecision was due to career optimism. This value was computed based on the procedure outlined by Frazier et al. (2004) and depicted in a similar study by Steger and Frazier (2005) . Here, the unstandardized 
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regression coefficients in the relations of service motivation and career optimism and of career optimism and career indecision were computed and then multiplied together. This value was then divided by the unstandardized regression coefficient between service motivation and career indecision. This indicated that career optimism fully mediated the relation between service motivation and career indecision, and both variables were found to account for 50% of the variance in career indecision. Finally, an alternative hypothesis was tested to explore whether service motivation served as the mediator between career optimism and life satisfaction. Results indicated that when adding service motivation into the career optimism-life satisfaction regression equation, service motivation did not significantly reduce the strength of this relationship. Thus, this finding fails to meet the fourth mediational criterion of Frazier et al. (2004) indicating that service motivation was not a significant mediator between career optimism and life satisfaction.
Discussion
The results of this study suggest that viewing prosocial components as important to one's future career may be positively linked to vocational development. Specifically, students with higher levels of service motivation may be slightly more confident in their decision making as well as possess a slightly greater ability to adapt to various career environments. Or, perhaps, those confident in their decision making and with greater adaptability are more likely to have higher levels of service motivation. Regardless of the directionality of these associations, they indicate that service motivation may be more than just a work value, which theoretically would be unrelated to vocational maturity, and may actually be a construct that should be promoted among undergraduate students.
Most significantly, students who have a greater desire to serve others were moderately more excited and eager in thinking about their future career. It may be that viewing one's career, in part, as a way to make a difference in society gives students added drive to meet their future career goals. This link to career optimism serves as the primary mechanism by which service motivation relates to indecision, whereby career optimism fully mediates the relationship among these variables. As the alternative hypothesis of service motivation serving as the link between career optimism and indecision was not supported, this suggests that service motivation leads to career optimism as opposed to the reverse. Tentatively, one could postulate that students with higher levels of service motivation may have more robust views of their career whereby they are taking into account their wants and needs as well as those of others, and in turn feel more positive about their future work. As a primary goal for many college-level career counselors is to help students make a particular career decision, encouraging an exploration of the prosocial components of one's career may be a fruitful process (Dik, Duffy, & Eldridge, 2009 ).
General Discussion
Recently, both vocational, industrial/organizational, and social psychologists have called for a more thorough examination on the extent to which job choice, workplace, and well-being outcomes are effected by how one's career is perceived to serve others Grant, 2008a; Steger et al., 2008) . In many ways, this new investigation can be seen as a supplement to the robust literature linking an individual's internal interests, values, personality, skills, and goals to job choice and workplace outcomes, where the focus has been on how one's choices can best help the person as opposed to helping those external to oneself. The results of the current study offer initial evidence that for college students, viewing one's future career at least in part as a way to serve others may also be linked to important vocational outcomes. Although the service motivation construct used in the current study has most often been labeled as an altruistic work value, it is our contention that service motivation is tied to a larger set of beliefs whereby individuals who feel this pull view their career as satisfying both their needs and the needs of others. The results of our study suggest that the preference to consider the needs of others is a positive trait and in particular may allow for greater levels of optimism about one's future work life. These results complement findings in the volunteerism and prosocial work motivation literatures by focusing on college student populations who were asked to specifically think about their future careers. However, this study is unique in that it focused on students not currently engaged in service or volunteer activity. As such, these results may suggest that having a prosocial career orientation relates to positive outcomes even for students not currently involved in a service-oriented activity. Finally, it might be expected that the relations of service motivation and vocational development could be even stronger with adults currently in the working world, who may have more opportunity to see the positive outcomes of their desire to serve others through their careers.
Implications
The results of this study tentatively allow a number of practice and training implications to be considered. Lent (2004) suggested that involvement in valued activities may be especially important and helpful during life transitions, and the college years may represent such a transition during which service motivation may be seen as the intent to engage in valued work-related activities. Research suggests that altruistic activities offer much possibility for college students in terms of their psychological, academic, and vocational outcomes (Payne, 2000; Simons & Cleary, 2006; Yamauchi et al., 2006) , and the findings of the current study provide evidence of how altruism embedded within career motivation relates to vocational development. It is suggested that career counselors, as well as clinicians at university and college counseling centers, consider asking about clients' prosocial motivation for their future careers. If clients express some desire to use their career to serve others, counselors would be encouraged to explore how much this drive will influence an actual career choice and the extent to which clients view their careers as a means to achieve their own goals, the needs of others, or a combination of the two (Dik, Duffy, & Eldridge, 2009 ). Second, the results of this study may have implications for the training of future counselors and researchers. In many graduate programs, an implicit goal may be to train students who are striving for social justice and will use their careers to serve others in some capacity. As the motivation to serve others might lead many students to counseling-related fields in the first place, training programs are advised to help students translate these motivations into social justice activities within their professional role. This might occur by encouraging students to take part in activities working to decrease oppression and increase opportunities for the underprivileged. For students who are more research focused, they might be encouraged to think of ways of using these skills for the betterment of others, such as doing pro bono survey analysis for local nonprofit organizations The current study demonstrates that having this type of attitude is a positive trait, and trainers might use this study to provide empirical evidence to students about the benefits of having a prosocial career orientation.
Limitations and Future Directions
The results and conclusions from this study need to be considered in light of a number of limitations. First and foremost, the samples for both studies were undergraduate, mostly psychology students at one university, most of whom identified as White. This limits the generalization of these results to diverse and adult populations. Second, the scale used to measure service motivation was author developed for the current study. Although this scale was shown to be reliable and to correlate moderately to strongly with related constructs, validity information on this scale is limited and confined to data from Study 1. Third, other forms of career motivation, such as the motivation to generate wealth and power, the motivation to provide for one's family, or the motivation to find meaning in work were not assessed. It would have been fruitful to explore how these differing motivation types each relate to career outcomes and whether having high levels of motivation in general affects career decidedness and self-efficacy. Fourth, many of the relationships explored here are with correlational analyses, thus limiting the extent to which the directionality of these can be explored. Finally, the extent to which service motivation relates to career development is contained to the variables used in the current study. Undoubtedly, a number of other variables in addition to indecision, self-efficacy, optimism, and adaptability compose healthy vocational development. Considering these limitations, a number of future research directions are offered. First, research could more closely explore the causal pathway between service motivation and career optimism. It is important to learn whether those who have high levels of career optimism are attracted to careers devoted to serving others or if those who are motivated to serve others only experience higher levels of career optimism after deciding on their career path. Moreover, personality dimensions, such as neuroticism, extraversion, agreeableness, and openness, could be explored as potential predictors or mediators in the relationship between service motivation and career optimism.
Second, research could explore service motivation in the larger context of the rich literature on well-being. In a multitude of well-being studies, it has been reported that relationships are typically the most important source of life meaning (Emmons, 2003) . Service motivation represents the desire to serve others but does not specify the level of relationships that people desire to have in their service-related careers. In its application to specific job activities, service motivation could take a multitude of forms and provide varying levels of relationships that could be associated with differing levels of life meaning. Third, research could examine whether service motivation related to service work on an individual level offers differing levels of life meaning than service work on an organizational or societal level. In other words, what types of relationships within the service career domain most contribute to well-being outcomes?
Finally, studies on service motivation could address its connections to altruistic helping versus egotistic giving. For example, in a study on long-term altruistic behaviors in the year following the September 11 terrorist attacks, Piferi, Jobe, and Jones (2006) found that the desire to relieve others' distress was the only reported motivation for giving that was sustained over the course of a year. Future research could address whether those high in service motivation have the desire to serve others as a means of relieving others' distress and how personal life experiences affect levels of service motivation. Additionally, it would be useful to know how the desire to serve others works in conjunction with other motivations, such as that of achieving high levels of wealth or prestige. It may be that students who are able to be motivated by a multitude of factors are more likely to be more decided and confident in their career choices. These questions, like many others, will be critical to investigate as we begin to empirically uncover how prosocial career motivation relates to individual and collective outcomes.
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